In this study the moderating effect of social capital on the relationship of performance improvement practices and organizational performance has been undertaken in Meezan bank Ltd. Data was collected from Islamabad & Rawalpindi area branches. An adapted questionnaire was distributed. Distribution of 150 questionnaires to the managerial and non-managerial grade officers of Meezan Bank was done, of which 110 valid questionnaires were received. Regression analysis gave positive and statistically significant results of the moderating variable social capital on organizational performance with the independent variable performance improvement practices. This study is helpful to the management of the organization to utilize such practices which result in better performance.
INTRODUCTION

Background of Study
Organizations around the globe work to improve the performance of their employees to improve the quality of their products and services. They do so to ensure an edge over their competitors and secure a better share of the market in which they operate. However improving the performance is not a task that could be done over night. Organizations use different Performance Improvement Practices (PIP) to continuously improve and sustain the improvement procedure and to make continuous performance improvement an integral part of their culture. Some of the most commonly used PIPs are training & development, employee appraisal, employee engagement, employee involvement, rewards, motivation, leadership and many more. For the purpose of this study we would be taking only four PIPs under consideration. These are training & development, employee involvement, rewards programs and fair performance appraisal.
Training & development is a start to gain knowledge that is required to complete tasks or objectives of an organization through well structured teaching and a good way of delivery (Kulik, J. A., & Kulik, 1988) .
A lot of theoretical literature suggests that those organizations can get a hierarchical edge which enhance their workers engagement by giving them better rewards (Kulp, S. C., Lee, H. L. and Ofek, 2004) . (Jones, 2005) noted that if an appraisal system does not have fairness, it will have a negative impact on the organization. This study also includes another very important variable that gives this study a totally different perspective from other related studies. In this study we are looking at SC which is actually enhancing the relationship between PIP and OP. SC is the link that a group of people have, which has the capability to bring into action the contacts they have (Ichniowski, C., Shaw, K. and Prennushi, 1997) .
Initiatives in Pakistan
A lot of research been carried out on the relationship between various dimensions of performance improvement practices and organizational performance in Pakistan (Leibowitz, Z. and Schlossberg, 1981) . However we could not find any study on SC which is effecting the relation between PIP and OP in Pakistan.
Growth of Services
Meezan Bank has developed itself as one of the most acknowledged Islamic Banks in Pakistan, having the largest branch network. There has been a huge paradigm shift in banking sector from its traditional way of doing business with its customers to a new more demanding business model whicj is in line with the Islamic belief of Muslims around the globe.
Industry Analysis
Banking sector has been vitalized in the last decade through restructuring of the private banks in Pakistan. This has totally changed the shape of Pakistani banking sector and Pakistan has now a banking industry that is profitable and attractive for its customers. The major changes that occurred in the last decade to the banking sector are that 80 % of banking is being now done by banks that are not state run. Banks which were in continuous loss are highly profitable now. Defaulters banks have cleared up their balance sheets. Due to online credit reports about the customers history, new loan schemes have been introduced which help banks in identification of the potential loan borrowers, human resources have improved through merit based and performance based selection criteria, access to online banking and banking technology like ATM's have transformed the banking industry and competition among banks for securing more deposits have substantially leveraged the banking industry.
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The shift towards Islamic banking, as Pakistan is a Muslim dominated population country, have brought a paradigm shift in banking here in Pakistan. Customers are now more aware of the religious issues that are related with their finances, they are therefore intrinsically motivated by their faith to go for Islamic banks which are more aligned to their faith and religious values.
It has been ten years since Meezan bank started working as an Islamic commercial bank. It has achieved significant growth through offering several different services to its customers. Each year there is a gigantic growth of 55% in deposits and they grew from 4 branches in 2002 since they started to 210 branches currently throughout the major cities of Pakistan.
Identification of problem
Access to capital, technology, economies of scale and innovation are more responsible for success in present world market in which companies operate. Efficient use of human resources and effective use of human resource management practices are the factors that gives organizations an edge over their competitors and improve their own performance.
Banking has really grown in recent years in Pakistan. Banks realize that Pakistan is the country where they can get their roots strengthened. Banks are also playing their part in the financial growth of Pakistan. However banks are facing different kinds of structural and operational problems. Such problems have limited their capability to get fruits from the rapidly growing concepts like globalization & human resources management processes.
In this paper we would try to find the link between PIP practices and OP through the enhancing role of SC in Pakistani context.
Objectives of the Study
1)
To determine the impact of performance improvement practices on organizational performance. 2) To determine the impact of moderating role of social capital on the relationship of performance improvement practices and organizational performance.
Importance and Significance
In future this study may be used by different organizations particularly to understand the importance of social capital at work. Managers can get help and insight into the advantages and benefits that they can get from using social capital of their organization effectively. They would be also able to understand how much performance of their organization can be leveraged by the efficient use of Performance Improvement Practices combined with social capital.
Research Questions
1) Does Employees Training improve Organizational Performance
in the presence of the moderating effect of social capital? 2) Does Rewards Program improve Organizational Performance in the presence of the moderating effect of social capital? 3) Does Employee Engagement improve Organizational Performance in the presence of the moderating effect of social capital? 4) Does Fair Performance Appraisal have a positive impact on Organizational Performance in the presence of the moderating effect of social capital?
DEFINITION OF VARIABLES
Organizational Performance "Organizational performance means financial performance, customer services, internal processes and growth" (Daft, 2004) .
Training
"Providing employees with more comprehensive skills, for extended training period and structured program to ensure that skills have been transferred" ; (Wilkinson, B., & Oliver, 1989) .
Rewards Program
In this study, reward is defined as two folded concept. First is "individual equity; which is the pay offered to the job incumbent by the firm that command the external market". Second is "individual equity; which is paying the job incumbent in accordance to his/her performance" .
Employee Engagement
It can best be described as harnessing of one's self to his or her roles at work. In engagement, people express themselves cognitively, physically and emotionally while performing their work roles (Kahn, 1990) .
Fair Performance Appraisal
A performance appraisal is said to be fair if it accurately evaluates the performance, rates the performance free of bias and is justified by the supervisor .
Social Capital
This study has adopted the definition of social capital from (Ilgen, Fisher, & Taylor, 1979) which is the combination of the views of both (Coleman, 1990) and (Putnam, 1995) . We define social capital as "the features that are embedded in social organizations such as network ties, norms and trust that facilitate coordination and cooperation for mutual benefit."
LITERATURE REVIEW
Organizational Performance
Nowadays there are revolutionary trends faced by organizations due to globalization i.e. change in product and technology, deregulation, demographic changes, competing globally and the shift towards service society. In such a situation, companies have to be high-performers or they will disappear from the market (Dessler, 2000) .
Organizational performance is a most important variable in the study of human resource practices and a keen area for the academics and human resource practitioners (Reio, T.G. Jr & Wiswell, 2000) . Organizational objectives are measured through organizational performance (Ahmed, I & Din, 2009 ). According to (Andersen, 2006) , organizational performance consists of actual output against desired output of an organization.
According to (Hancott, 2005) , there are number of indicators used to measure organizational performance since mid-1900, such as profitability, growth in total assets, market share growth, return on assets, number of new products launched etc. New elements such as return on capital employed were incorporated in 1900s to measure the performance.
The units of sales is used as a measure of organizational performance (Churchill, G., Ford, N. & Walker, 2000) . Financial measures are used for financial performance but uses of customer satisfaction is increasing in new decades (Baldauf, A., Cravens, D.W. & Piercy, 2001) .
Customer satisfaction (CS) can be classified as extrinsic or intrinsic. Intrinsic source of CS depends on individual personal characteristics such as behavior and attitude. Extrinsic source of CS is contextual and depends on work environment such as climate and workplace. Extrinsic source is adopted by economists while intrinsic source is adopted by mostly social scientists (Huselid, 1995) . According to (Blanchflower, D. G., & Oswald, 2000) , job satisfaction is still at infancy.
Furthermore, according to (Delaney, J.T. & Huselid, 1996) , organizational performance can be measured in two ways: organizational performance and market performance. Organizational performance is concerned with product, service quality, growth, and customer satisfaction. Market performance is concerned with marketing ability, profitability and total sale growth.
Studies show that human resource management practices such as team work, autonomy and discretion in the work place and employee involvement have motivated workers and improved organizational performance (Cully, M., Woodland, S., O'Reilly, A. & Dix, 1999) .
In this study organizational performance means financial performance, customer services, internal processes and growth and the questionnaire is taken from the study of (Daft, 2004) .
Training
According to (Chiaburu, D.S. & Tekleab, 2005) , the purpose of training is to improve the individual job performance by the employers of the organization. In order to achieve the goals of organization, training is a necessary tool. Employees who are getting trained in reducing anxiety or frustration has helped them handle their work (Chen, T.Y., Chang, P.L. & Yeh, 2004) . Employees who feel that they are less competent than others to do a particular task would leave the job or if they remain attached to the job, their productivity is not up to the mark (Kanelopoulos, C. & Akrivos, 2006) . If the gap between the skills possessed and skills required is great, job dissatisfaction is the result. According to (Rowden, 2002) , there is no direct link between job satisfaction and training but he proposed that training increased job satisfaction. According to (Rowden, R.W. & Conine, 2005) , well trained employees are able to better satisfy their customers. According to (Admiraali, W & Lockhorst, 2009 ), small to medium size enterprises do not conduct formal training. They are just only conducting informal training having limited activities, i.e orientation towards business and necessary guidance. Training is inexpensive, flexible and can be used for several kinds of skill needs. Barrier to training are issues of scale, time and resource constraints. Aside from on the job training, there are different sources of training i.e. onsite and offsite training, purchasing the training material in written form, audio or video link as it can also be provided online (Hamilton, B. H., Nickerson, J. A., and Owan, 2003) . In this study, training means providing employees with more comprehensive skills for extended training period and a structured program to ensure that skills have been transferred ; (Wilkinson, B., & Oliver, 1989) .
Rewards Program
According to (Luthans, 2000) , there are two types of compensation that can be used for reward purpose i.e. extrinsic rewards and intrinsic rewards. Extrinsic reward are called financial while intrinsic rewards are called non financial. Both rewards have positive effect on employee behavior. Financial rewards consist of payment made on the basis of performance i.e. commission, gifts and tips. Non financial rewards are social recognition such as health program, vacation and appreciation etc (Neckermann, S. & Kosfeld, 2008) .
There are different sort of literature available to determine whether extrinsic reward or intrinsic reward is effective for measuring individual performance (Perry, J. L., Mesch, D., & Paarlberg, 2006) . According to (Srivastava, A., Locke, E. A. & Bartol, 2001) , financial reward has a de-motivating effect on individual performance and leads to decreased organizational performance. According to Ryan (undated), non financial rewards are effective for motivating employees and thus lead to improved organizational performance. Furthermore, according to him, non financial rewards help in retention and performance of employees of the organization. Intrinsic compensation must have the characteristics of autonomy, feedback, task significance, task identity and skills variety.
But according to (Cox, 2000) , a number of studies have been conducted to determine the mix of reward system based on examining its factors. For example, study conducted by (Gerhart, B., & Rynes, 2003) provided reward decision model which consisted of environmental factors and organizational factors such as the organization human resource strategy and business strategy determining the compensation system. Although a number of studies discussed earlier show a little awareness to determine the mix of rewards.
In this study reward is defined as a two folded concept. First is individual equity, which is the pay offered to the job incumbent by the firm that commands the external market. The second is individual equity, which is paying the job incumbent in accordance to his/her performance .
Employee Engagement
Employee engagement is defined as "the harnessing of one's self to his or her roles at work. In engagement, people express themselves cognitively, physically and emotionally while performing their work roles (Kahn, 1990) ".
Employee engagement is associated to significant business outcomes (Harter, J. K., Schmidt, F. L., & Hayes, 2002) . Employee engagement increases vigor, absorption, devotion, and enhances the organizational performance (Schaufeli, W. B., Bakker, A. B., & Salanova, 2006) . (Saks, 2006) argued that high engagement of employees leads them to contribute highly to the goals of organization and may forcast the achievements of organization.
Engaged employees comes to know about the company mission and are willing to put their personal and emotional energies needed for their work (Loehr, J., & Schwartz, 2003) . (Buhler, 2006) argued that engaged employees are eager to help the organization achieve its goals and are involved emotionally in their individual responsibilities. (Kahn, 1990) argued that engagement and job involvement are different from each other because employee engagement considers worker skills as well as commitment of employees towards their individual tasks in the organization. (May, D. R., Gilson, R. L., & Harter, 2004) argued that when the employees are engaged they use their emotions as well as their cognitive skills during performing their individual tasks in the organization. (Ayers, 2006) said that disengagement is like a cancer which can slowly eat away at the organization.
Fair Performance Appraisal defined fair performance appraisal as "the performance appraisal which accurately evaluates the performance, rates the performance bias free and is justified by the supervisor". (Longenecker, C.O. and Goff, 1992) argued that in order to improve the performance of employees and to have an effective human resource management system, performance appraisal is very important.
A well designed and effectively administered and implemented performance appraisal system can provide excess of benefits to employees, managers and to the whole organization (Cascio, 1987) ; (Coens, T. and Jenkins, 2000) . Performance appraisal can lead to dissatisfaction if the employees perceive that their performance appraisal is biased, irrelevant and political (Skarlicki, D. P. and Folger, 1997) . Employees will wholeheartedly accept the appraisal system if they perceive that their performance was fairly rated (Landy, E. F., Barnes, J.L., and Murphy, 1978) Researchers and practitioners both argue that when performance appraisal is taken in systematic way, it improves the organizational performance (Pettijohn, Pettijohn, Taylor, & Keillor, 2001) . (Bartel, 1994) , (Bangert-Drowns, R. L., Kulik, C. C., Kulik, J. A., & Morgan, 1991) and (Hameed, A & Waheed, 2011) argued that the overall purpose of a fair performance appraisal is to increase the performance 4 of employees. argued on authors agreement that organizations should have systematic approach towards the "fairness" and "consistency" of performance appraisal. They further said that appraisal needs to provide a connection between goals of organization and employee performance on the basis of individual objectives and performance criteria. They argued that the role of performance appraisal reactions is very important for the development of organizational attitudes and enhance motivation to increase individual and organizational performance (Amisano, 2010) and (Azevedo, R., & Bernard, 1995) . Appraisal system that compares and differentiates performance of individuals (Bandura, 1991) can create competition among employees and create the survival of the fittest situation and aware the employees of the fact that they should do better than other employees to survive in the organization and ultimately improve organizational performance (Batjargal, B & Liu, 2004) .
Performance appraisal's main purpose is to develop and improve employees and create a committed workforce whose main goal is to improve the organizational performance (Bandura, A & Cervone, 1983) .
Moderating Effect of Social Capital
Different authors (Koka, B. and Prescott, 2002) ; (Nahapiet, J & Ghoshal, 1998) suggested diverse elements of social capital which provides varying information and also have different impacts on the performance of organizations.
Social capital is defined as "the features that are embedded in social organizations such as network ties, norms and trust that facilitates coordination and cooperation for mutual benefit" (Becker, B & Huselid, 1998) . (Andersson, U., Forsgren, M. and Holm, 2002) , (Koka, B. and Prescott, 2002) , (Bandura, 1982) and (Uzzi, B & Gillespie, 2002) argued that the growing need of business networks in todays competitive world has lead to emergence of significance of the relationship between social capital and organizational performance in the field of research. Still, the presented empirical results are largely unconvincing and inconclusive because researches show negative (Rowley, T. J., Behrens, B & Krackhardt, 2000) as well as positive relationship between social capital and organizational performance (Andersson, U., Forsgren, M. and Holm, 2002) ; (Park, S. H. and Luo, 2001) . (Zucker, 1991) argued that Social capital can help to increase the efficiency of firm in searching and screening of information valuable for the use of managers. (Gulati, R., Norhria, N. and Zaheer, 2000) and (McEvily, B & Zaheer, 1999) argued that Social capital is necessary for creating inimitable value generating resources inbuilt in the network between the employees of an organization. (Uzzi, B & Gillespie, 2002) argued that results of various studies on short and medium enterprises propose social capital for enhancing the organization's financial performance. Ties in an extremely strategically inter-connected coalition have a negative effect on organizational performance (Rowley, T. J., Behrens, B & Krackhardt, 2000) .
Manager's personal ties with government officials and senior management of other organizations are very helpful for improving the macro organizational performance (Peng, M. W & Luo, 2000) . (Uzzi, 1997) established that social networking helps organizations to gather and share information. (Zaheer, A., McEvily, B & Perrone, 1998 ) discovered that interorganizational trust and performance are positively correlated with each other. Trust in management is very important as far as organizational performance is concerned (Cummings, 2004) . (Corbett, A. T., & Anderson, 1989) , (Coleman, 1988) , (Carraher, R, Gibson, 2006) and (Chen, X-P & Chen, 2004) argued that in recent years there has been a rapid growth in recognition of the importance of trust in organizational relationships which is evident from a large number of publications on the topic addressing both academic and practitioner audiences. suggest that trust in management is very important for enhancing the organizational performance and further said that trust will engage employees in a higher level of organizational citizenship behaviors (OCB). According to (Fedor, 1991) , trust affects group performance. Trust also affects the performance of inter-organizational relationships (Zaheer, A., McEvily, B & Perrone, 1998) .
Enforcement of the norms of behaviors among corporate actors are very important for increasing the organizational performance (Scarselleta, 1999) . According to (Stryker., 1986 ), organization's norms and values have a strong affect on every one who is attached with the organization. He further argues that norms are invisible but if any organization wants to improve the performance of the employees and increase profitability, they have to first look at their norms.
(A., Epstein, 2002) said that high performance work systems like performance management; training, rewards etc influence various elements of social capital, like, norms, trust, knowledge sharing, organizational citizenship Behavior and network ties.
The performance of organization is influenced by human resource practices and the reason behind it is that it influences the relationship between employees helpful for their work. Collective learning can be achieved through work practices which improves the multi-faceted knowledge due to which the organizational performance increases (Luthans, 2000) . Organizational performance is influenced by human resource practices due to the impact of human resource practices on social capital (Collins, C.J. and Smith, 2006) . They further said that social networking in senior executives created competitive advantage, and the development of social capital is encouraged by the human resource practices. Collins & Clark further said that the effect of human resources practices on organizational performance are dependent on the strength of social networks of the top management. (Uzzi, B & Lancaster, 2003) also argued that human resource practices such as performance appraisal, training and performancebased rewards contribute to enhance the social capital by making the employees aware of the importance of relationships, and then this enhanced social capital and organizational performance.
Gap Analysis
There has been a lot of research on the effect of Performance Improvement Practices on Organizational Performance e.g. (Imran, M & Aslam, 2010 ).
However we could not find a single study over the moderating effect of Social capital on the relationship of PIP and OP. (Boselie, P., Dietz, G & Boon, 2005) recommended that it would be valuable to examine the effect of contextual factors of organizational climate, and cultural values that moderate or mediate the relationship between HRM practices and organization. As Social Capital could be a constituent of organizational climate, that is the reason of taking social capital as moderating variable in this study. 
Recommendations by Researchers
Conceptual Framework
RESEARCH METHODOLOGY
Type of Study
It is a causal as well as a descriptive study because it is studying the effect of independent variables on dependent variables and it includes social capital which is new in Pakistani scenario, hence the descriptive label.
Instrument Development
The instrument used is an adapted one. The questionnaire is made up of the combination of total 7 different questionnaires used in other studies.
As it is an adapted questionnaire, there is no need to test its validity. For reliability, we have performed pilot testing and the results are given in the table below.
Population and Participants
We have taken 26 branches of Meezan bank in Pakistan as our population while sample selected is 12 branches of Meezan bank in Islamabad & Rawalpindi. 150 questionnaires were distributed, out of which 127 were received, of which 110 were valid and 17 were invalid.
Unit of Analysis
The unit of analysis of this study is 'individuals' i.e. employees of banks.
Pilot Testing Results
Pilot testing has been conducted on 25 respondents, and the results are given below in Table 1 . 
Data Collection Method
The technique used for data collection is convenience sampling.
Tests for Data Analysis
Tests used for data analysis are Correlation and Regression, while other tests have also been performed like reliability tests and descriptive statistics.
Software used
SPSS software has been used for data analysis.
RESULTS ANALYSIS AND DISCUSSION
Demographic analysis
Descriptive analysis is used to describe the general characteristics of the data. This study uses mean standard deviation, skewness, kurtosis and frequencies of the demographics such as age, gender, qualification and level of job. The mean value and standard deviation are given below. 
Age of Employees
The maximum of respondent age limit lie between 26-35 i.e.52 and the minimum number of age limit is 45+ i.e. 14. Mean value is 2.20 which again shows that the maximum number of respondent age is 26-35. Standard deviation value is 0.937 which shows that the data varies from the mean 0.937 from the mean.
Level of Job
The maximum number of respondent level is 91 i.e. non manager grade and the minimum number of respondent is 19 i.e. manager grade. Mean value is 1.83 which again shows that the maximum number of respondent level is non managerial grade. Standard deviation value is 0.380 which shows that the data varies from the mean 0.0.380 from the mean.
Qualification
The maximum number of respondent qualification is 68 i.e. master and the minimum number of respondent is 19 i.e. any other. Any other means that having more than master qualification. Mean value is 1.80 which again shows that the maximum number of respondent level is masters. Standard deviation value is 0.587 which shows that the data varies from the mean 0.0.587.
Gender
The maximum numbers of respondent are 106 i.e. male and the minimum number of respondent is 4 i.e. female. Mean value is 1.04 which again shows that the maximum number of respondent are male. Standard deviation value is 0.188 which shows that the data varies from the mean 0.188.
Descriptive Statistics
Data has been collected regarding various variables. In this study we have computed using SPSS program with various information about these variables. This information includes mean, mode, standard deviation, skewness and kurtosis. Organizational performance value is closed to 4. Standard deviation value is 0.433, which shows how much data varies from the mean. Skewness shows about the distribution of the data. And kurtosis shows the plateness or peakness of the curve. Given in table is various information regarding various variables. 
Reliability
For the purpose of reliability we used Cronbach's Alpha. Over all reliability value is 0.867. Most of the time 70 or above is acceptable value for the analysis. Values in the table shows that overall items are reliable. Individual items reliability is also acceptable. From the reliability values we come to know that all the values are reliable. And can be used for regression analysis. 
Correlation
In order to calculate the degree of association among the dependent variable organizational performance, moderating variable social capital and four independent variables, this study uses correlation matrix. Generally values of correlation range from -1 to +1. This can be defined as strongly negative correlation to strongly positive correlation. The study shows that correlation between organizational performance and fair performance appraisal is +0.589 . In the similar way all the other variable can be explained from the correlation matrix.
Regression Analysis
Regression analysis is used to find out the magnitude of relationship between independent and dependent variables. It is also used to check the hypothesis. R square shows overall significance of the model. It is 0.317, this value shows overall model explanation. 31.7% of the model is explained. Training and Fair performance appraisal is significant. Whereas employee engagement and reward program is insignificant.
Regression Analysis After using Moderating Variable
Regression needed to be run second time when social capital is used as moderator. After using moderating variable social capital, there is increased in overall model significance. 
Hypothesis 1
Our first hypothesis was whether Employees Training improves Organizational Performance in the presence of the moderating effect of social capital.
Regressing it without moderator in table No 5 gives B value 0.047. Whereas regressing it after moderator variable gives B value 0.247 given in table No. 6. This gives the indication that about 20% additional explanation is provided by moderator variable. T value has also been increased using moderating variable. So our first hypothesis is accepted i.e. training improves organizational performance in the presence of the moderating effect of social capital.
Hypothesis 2
Our second hypothesis was whether rewards program improve organizational performance in the presence of the moderating effect of social capital?
Regressing it without moderator in table No 5 gives B value -0.020. Whereas regressing it after moderator variable gives B value 0.153, given in table No. 6. This gives the indication that about 17% additional explanation is provided by moderator variable. T value has also been increased using moderating variable. Before using moderation there was negative effect on organizational performance but social capital make this relationship positive. So our second hypothesis is also accepted i.e. reward program improves organizational performance in the presence of the moderating effect of social capital.
Hypothesis 3
Our third hypothesis was whether employee engagement improves organizational performance in the presence of the moderating effect of social capital.
Regressing it without moderator in table No. 5 gives B value 0.004. Whereas regressing it after moderator variable gives B value 0.167 given in table No. 6. This gives the indication that about 16% additional explanation is provided by moderator variable. T value has also been increased using moderating variable. So our third hypothesis is accepted i.e. employee engagement improves organizational performance in the presence of the moderating effect of social capital.
Hypothesis 4
Our forth and last hypothesis was whether fair performance appraisal have a positive impact on organizational performance in the presence of the moderating effect of social capital.
Regressing it without moderator in table No. 5 gives B value 0.075. Whereas regressing it after moderator variable gives B value 0.337 given in table No. 6. This gives the indication that about 26% additional explanation is provided by moderator variable. T value has also been increased using moderating variable. So our forth hypothesis is accepted i.e. fair performance appraisal improve organizational performance in the presence of the moderating effect of social capital.
Summary of Hypothesis Testing
Our independent variable was performance improvement practices including training, reward program, fair performance appraisal and employee engagement. Before using moderation and after moderation there is a great difference. Before moderation our R square value was 0.317, whereas after moderation this value increases up to 0.480. So overall model explanation is increased with the use of moderating variable. F value was low before moderation and after moderation it is doubled. Individually t value are not all significant before moderation. After moderation all t values are significant. Those values who were significant before moderation, their level of significance is increased. In summary all of our hypotheses are accepted.
Discussion of Results
This paper helps in the importance of social capital in Pakistani context. Social capital which work as a glue in improvement of organizational performance. We have selected Meezan bank for the purpose of studying social capital and organizational performance. This study provides us positive effects of performance improvement practices and organizational performance in the presence of moderating variable social capital. This finding can prove to be helpful to the industries of Pakistan. Further studies are needed to add up other variable of performance improvement practices to improve our results.
Organizational performance cannot be measured from single dimension (Daft, 2004) . Financial performance consists of increase in profit, increase in sales and growth in market share. Internal process includes cost reduction, optimum use of resources and reduction in employee turnover. Customer services are current customer retained and how much new customer are entering into the market. Learning and innovation includes introduction of new product and how much competition is in the market. From the study of (Cully, M., Woodland, S., O'Reilly, A. & Dix, 1999) , it is clear that performance improvement practices have positive and significant on organizational performance.
Training is teaching the new or old employees the skill needed to do their job well. Some of the consultants rely on the method of on the job training. Because on the job training helps the organization in the reduction of additional cost burden (Neckermann, S. & Kosfeld, 2008) . From the study of , it has already been proved that training is having positive effect in Production Company but the moderator social capital was not used. Furthermore, from the same study, it is proved that job instruction training has no direct relationship on organizational performance. In short, training can be enhanced in the presence of social capital and this will provide significance effect on organizational performance both in financial as well as non financial terms.
The study of (Gerhart, B., & Rynes, 2003) proved that there is a need of extrinsic as well as intrinsic reward to better evaluate organizational performance. But in our study we used moderating variable social capital that increases this relationship. But from the study of (Perry, J. L., Mesch, D., & Paarlberg, 2006) , it is proved that for individual performance intrinsic reward is important. From the study of , it is proved that individual reward is less significant from the other. So we must also note that organizational performance is a combination of individual performance. Individual performance leads to organizational performance.
Employee engagement helps the employees of the organization to better understand the vision and mission of the organization and help them to put their energies to the best of their own (Loehr, J., & Schwartz, 2003) . Commitment and skills of the worker is better understood when the employees are engaged towards the organization (Ayers, 2006) . Employee engagement can easily be linked with social capital in our study.
Fair performance appraisal helps in achieving the goals of individual and organization (Longenecker, C.O. and Goff, 1992) . Effective performance appraisal must have fairness and consistency (D'Arcimoles, 1997). In study of social capital, ties, norms, values and trust are important. Without these dimension our study is meaningless (Wall, T.D. and Wood, 2005) .
The present study provides an agreement to the prior study that the training, reward program, employee engagement and fair performance appraisal have a positive and significant effect on organizational performance ; (Kahn, 1990) ; ; (Wilkinson, B., & Oliver, 1989) ; . The moderation is a new concept in Pakisatani scenario.
CONCLUSIONS AND RECOMMENDATIONS
Managerial Implications
The study awares the practitioners about the significance of social capital in the work place.
It also helps managers and practitioners understand that the connection between social capital, performance improvement practices, and organizational performance and it is considered highly significant for improving human resource practices and organizational performance.
From the findings of this research, it can be derived that training, rewards, fair performance appraisal and employee engagement are challenging practices in the banking sector of Pakistan. It is suggested that banks operating in Pakistan should give due consideration to training, rewards, fair performance appraisal and employee engagement in order to achieve better financial performance.
Academic Implications
No identified research projects have looked specifically at the moderating role of social capital in performance improvement practices and organizational performance relationship. Therefore, this study can be used as a literature in other studies.
The questionnaire used in the study could be used in future studies related to this research.
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Our results could also be tested by using the structural equation modeling. The data was collected from a single type of organization and environment, therefore investigations of this moderating link could be performed in other organizations and environments. Other components of social capital could also be considered for study. Finally, the study suffers from a single source bias, because unit of analysis is individuals, we could also collect the data from teams and different organization levels.
Recommendations
Researchers should also include other components of social capital such as knowledge sharing, shared vision and shared language (cognitive dimensions). Other studies should collect the data from different and multiple types of organizations and environments. Researchers should test the moderation effect through application of structural equation modeling. The sample size should be increased in other studies. Researchers should also consider team and organizational levels as unit of analysis. 
